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In Argentina SME turn out to be a major player in the economic and social 
environment, representing more than 90% of the total registered companies, and 
being the country's largest employer, surpassing the 60% of formal registered 
employees. However, a comparative analysis between the last two national 
censuses -2004 and 2014- shows an industrial decline with respect to large 
companies, highlighting a substantial deterioration in its economic growth and 
envisaging the need to work on their structural competitiveness. Consequently, 
SME require a special focus of attention in order to sustain their activity, working 
on competitive aspects in order to enhance employees’ performance levels, for 
example, by implementing simple Performance Evaluation (PE) tools that can be 
used to professionalize their organization and, ultimately, help to sustain their 
structural competitiveness. The hypothesis of this study -which was 
corroborated- suggests that a simple PE tool, based on Administration By 
Objectives (ABO) can provide with significant benefits in terms of HR 
management while improving Argentinean SME structural competitiveness. It 
was used a quali-quantitative methodology, with a qualitative predominance. 
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1. INTRODUCTION 
 In the world and in Argentina, in particular, SME are a key player in the economy, 
generating formal and informal employment. According to the GPS de Empresas Argentinas 
del Ministerio de la Producción de la Nación (2019), Argentinean SME represent +90% of the 
total registered companies, employing +60% of the active registered people in the country. 
 Also, FOP (2017) mentions that this entrepreneurial sector maintains its activity and 
reaches better competitiveness levels based -among other things- on an adequate detection of 
training needs, which allows to raise employees’ aptitudes and, consequently, to improve the 
organizational structure’s professionalization. The study proposes that professionalization is an 
important factor for sustainability and competitiveness of every firm and –particularly- for 
SME. Additionally, these firms do not demand large expenditures but, rather, strategic 
decisions and concrete planning. 
 Moreover, Aghina et. al (2008) suggest that “traditional organizations seem 
mechanical, hierarchical and linear”, and that what is needed are agile organizations, 
understood as organic, balancing dynamism with stability. As future is unpredictable and ever-
changing, they need to adapt, depending on talent. That is why selection and training become 
key areas, highlighting personality traits for success such as handling ambiguity, agreebleness, 
extroversion, conscientiousness, and openess. Additionally, it is remarked the importance of 
work values across roles as: a) pride in product; b) customer centrism and inspiration; c) self-
direction, as teammates control their own destiny; and d) conservation, as a meaning to know 
how to work with constraints, among others. 
 As a conclusion, these authors insist that are needed clear visions and inspirational 
product owners for which are required great teams, understood as people with the right 
personality, behaviors, and set of values for agility.       
 As a consequence, there is a direct and positive relationship between human resources 
professionalization -transversal to every process- and favorable organizational results. That is 
why it is relevant and urgent to approach the PE concept which is studied in this investigation. 
 As a result, this research will focus on deepening on the Argentinean SME current 
situation in connection to the overall HR management -in general- and –particularly- to the PE 
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and improve individual and professional skills in order to enhance their performance and 
sustain the Argentinean SME sector’s competitiveness. 
 The following questions allowed guiding the present investigation: 
• Is it possible to professionalize Argentinean SME through a simple PE tool 
based on Administration By Objectives (ABO)? 
• Can great teams and people with the right personality, behaviors, and set of 
values contribute to the structural competitiveness improvement of these kind 
of firms? 
1.1. Hypothesis 
 A simple Performance Evaluation (PE) tool, based on Administration By Objectives 
(ABO) can provide with significant benefits in terms of HR management, while improving 
Argentinean SME structural competitiveness. 
1.2. General Objective 
 Study the HR Performance Evaluation (PE) concept and Administration By Objectives 
(ABO), proposing simple ideas for their implementation in Argentinean SME in order to 
improve their professionalization/competitiveness. 
1.3. Design methodology and analysis 
 It was utilized a quali-quantitative methodology, with a qualitative predominance. The 
study was descriptive exploratory, with a non-experimental design and -within them- 
transversal, since the information was collected at a given moment of time. 
 The analysis unit refers to Argentinean SME of different industrial sectors, which had 
or had not implemented HR management systems and, specially, PE tools. 
 The field work included:  
• Three interviews with key specialists: SME professionals and/or experts in HR 
management who allowed delving into the subject under analysis.  
• A case study of an Argentinean SME. 
 Also, significant information has been studied from bibliographical sources in order to 
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 This research took place in the period October 2018-June 2019, in Buenos Aires, 
Argentina. 
1.4. Research limitations/clarifications 
 Within the scope of this investigation, were found some limitations/clarifications that 
are detailed below: 
• Although it is difficult to ascertain that all relevant information has been 
included, the investigation referrers to studies –some of them correspond to 
classical authors- obtained from significant secondary sources.  
• The support of this work is referred to HR management, in general, and to PE, 
in particular. It was found literature related to PE but not many to simple tools 
applicable to SME. Anyway, the selected tools can be applied to every 
organization, regardless of the particular sector in which it operates. 
• The present study is complex and multidimensional due to its highly social 
content. As a result, what is proposed is shown with an open mind and in a 
professional discussion tone. 
• It could be found other tools applicable to SME, although the ones that are 
proposed are those that were judged as convenient to help to this investigation.  
• The interviews with key specialists were held in their offices to minimize the 
impact on their environment and on the results as well. Were used semi-
structured interviews in order to enrich, as much as possible, the 
investigation´s outcome. 
• The general conclusions are based on the elements that have been analyzed 
and that are part of the present study. 
• Based on the understanding that the study has been -predominantly- 
qualitative, it is not possible to generalize the findings, although it is intended 
to contribute to the decision-making process regarding the studied topic. 
 The limitations/clarifications detailed above have not been an obstacle to reaching 
reasonable conclusions regarding the objectives and hypothesis of the present study. 
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 As a general conclusion of the research process carried out, it is considered that in the 
Argentinean SME there were serious limitations to apply HR management tools like PE due to 
-in most cases- the difficult relationship that existed between what it was understood, applied 
and measured. 
 The use of a simple PE tool for evaluating SME’s HR performance is not only possible, 
but also provides a series of direct and indirect benefits for individual and organizational 
development, such as better objectives’ achievement and structural competitiveness’ 
strengthening. 
 Additionally, it was verified that it is possible to apply PE based on ABO in order to 
achieve higher levels of professionalization, although they may be conditioned by a series of 
organizational´s internal/external factors, which not only must be detected and recognized but, 
also, must be correctly addressed. 
 Moreover, the fieldwork revealed that there was little or not generalized knowledge on 
PE tools from Argentinean SME’s executives/owners. 
 As a result, professionalization becomes a huge SME challenge, implying talent 
management and competencies improvement. To focus this “moon shot”, owners and 
executives must focus on deep cultural aspects that  impede their growth.   
1.6. Originality and value 
 Despite the fact that SME economic contribution to the Argentinean economy has been 
researched, it is highlighted that there are not specific studies on PE tools applicable to this 
type of companies. It is stated that their utilization can contribute to higher levels of results and 
achievements in this sector.  
 This study can help in either designing or enhancing policies to improve HR 
performance in these firms. Implications to this paper can refer to a wide basis, from the micro 
level -when executives focus on daily decisions- to the macro level, when government or non-
government organizations prepare plans to support these firms.  
2. THEORETICAL BACKGROUND 
 The following paragraphs show the theoretical background that supports this study, 
which includes SME importance –particularly in Argentina-, professionalization by 
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2.1. SME importance 
 Different authors and publications remark the economic significance of SME 
worldwide. Specifically, Lukács (2005) points out that these firms are one of the most 
important business groups worldwide and those in charge of sustaining the economies of many 
countries, generating the most genuine employment. That is why -in countries such as New 
Zealand, Australia, Japan, Canada and United States- 95% of the active work positions within 
the private sector are developed in these companies. 
 In Argentina, SME are also a key player in the economy, and on formal/informal 
employment generation. According to the GPS de Empresas Argentinas del Ministerio de la 
Producción de la Nación (2019), there are +600,000 Argentinean SME with less than 2001 
employees each one, which is equivalent to 99.4% over the total registered companies. As a 
result, it is indicated that this sector generates -directly- +4,000,000 jobs, corresponding to 
64.4% of the total formal jobs registered in the country. 
 But, unfortunately, SME predominance are loosing their path. According to FOP (2015) 
-that makes the comparison between the 2004 and 2014 National Census-, the large companies’ 
production -leaders in their areas- increased 49%, while SME only 2%, showing a substantial 
decline in their growth, and pointing out the need of working on their structural 
competitiveness. 
 As a result, SME require a special focus of attention because of their economic and 
social impact. They are the most important employer in Argentina and, as such, generate a 
significant social economic impact for those who are directly or indirectly related to them. 
Consequently, it is imperative to identify their internal needs, raise their performance levels, 
allow their professionalization and, ultimately, sustain their competitiveness. 
2.2. A professionalization need  
 Business is about talent growth. Its professionalization –through education, training and 
adequate management tools- becomes a need in the actual competitive landscape, and in our 
                                                 
1 According to FOP (2013), there are different SME classification criterias. The World Bank 
understands an SME to be a firm with a staff of 10 to 300 employees, while the European Union 
considers a more limited range, from 10 to 240 employees. On the contrary, the Buenos Aires province 
take into account each organization’s invoice amount, requiring a differentiation by activity. As this 
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society. In the following paragraphs these problematic situations will be addressed in order to 
understand firm’s requirements nowadays. 
Professionalization as a development strategy 
 In this complex society, specific and transversal skills must be understood and 
developed. Delors et al. (1996) mention that: 
• Professionalization needs a contemporary gaze in this increasingly complex 
society. 
• The individual and/or collective way in which people perform a task or an 
action in a formal way requires a learning process that allows improving 
specific skills (related to techniques, normally linked to their initial training) 
and other transversal ones (more personal, directly associated with 
relationships). In accordance with Albertti et. al (1999) it is a kind of process 
where HR and knowledge -whose need is detected in a performance 
evaluation and executed through a training and development plan- prepare 
and generate a professional collaborator. 
 Moreover and according to Chiavenato et. al (2007): 
• Professionalization is about detecting needs, updating collaborators’ 
knowledge and providing them with the required tools in order to 
satisfactorily perform their functions.  
• Talent should not be seen as a cost; it is the main asset that drives 
organizational creativity. Therefore, it is imperative to rethink people as 
partners and not as mere resources, becoming necessary to train employees 
and let them occupy the right places in the organization. 
Competencies, education and training 
 Different authors make a distinction between education and training. For instance, 
Chiavenato et al. (2007) suggest that education prepares the person to perform in the 
environment in which he/she lives and training provides more specific tools for the workplace 
in order to satisfactorily respond to what it is required. In other words, training seeks to cover 
the current position’s requirements, matching the individual aptitude with the job’s needs by 
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 In addtion, Werther (2014) says that most organizations conceive training as a cost, 
which is justified by the following main facts: a) is an action that takes time, interrupting 
productive and administrative processes, and b) requires planning, monitoring, evaluation 
efforts, and money, that can be used to purchase materials and make investments. In this way, 
the author highlights that it is true that training requires money and associated expenses, 
although it has multiple intangible benefits, not only for the organization but –also- to each 
person, like: 
• Helps to clarify individual and organizational objectives. 
• Aligns employees around the objectives, increasing productivity and 
improving the work quality. 
• Powers and promotes organizational development and growth. 
• Contributes to leaders’ development. 
• Improves communication, interpersonal relationships and –ultimately- the 
work environment. 
• Eliminates fears, and increases confidence and satisfaction levels in the 
position. 
• Contributes to reduce conflicts and personal goals achievement.  
 In this study, it is concluded that training is one of the best investments that a firm can 
make, being necessary to define its needs in order to direct organizational efforts, which cannot 
be the product of arbitrary and unilateral decisions but -rather- should be approached in a 
systematic, objective and formal way. 
Planning, human resources and SME success 
 Business Planning is related to HR and talent growth. According to Entrepreneur 
(2007), it is observed that the majority of the SME’s founding partners do not work on specific 
business planning mainly because they are not prone to delegate their functions and/or have 
scarce/null trust on their  collaborators.  
 Consistent with this, Stoner et.al (1998) suggest that planning represents the process of 
setting goals and choosing appropriate means to achieve them. Their focus of attention is in 
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planning seeks to answer the following basic questions: what, for what, to whom, how, when, 
where, and by whom. To answer these questions implies to define: 
• The contents, objectives, recipients and techniques to be used to carry out the 
training process, and to adapt competences. 
• Start date and duration. 
• Place of execution. 
• Responsible for each stage. 
 But, this HR planning process may be considered an inadequate process for SME as 
they mostly fail in the short term. In fact and according to CAME (2012), the mortality of these 
firms -in Argentina- amounts to 50%, 70% and 90% in the first, second and third year, 
respectively. This information is more than worrying but -at least and from an encouraging 
perspective- could be reversed by improving the HR internal processes management, for which 
large investments are not required. 
2.3. Performance Evaluation Management  
 During the last century, HR were seen from different perspectives provoking a profound 
transformation in the way they were managed. A traditional management style (Administration 
By Instructions, ABI) gave way to another based on objectives (Administration By Objectives, 
ABO). As a result, Performance Evaluations (PE) changed, needing to improve the contact and 
communication between interviewer and interviewee, and –also- the tools that were applied. 
These matters will be approached in this section.  
Resources management and evaluation 
 Working on companies’ internal variables involves evaluating and constantly 
improving resources management, and –especially- HR, which are transversal to the entire 
operation. In correspondence with this, Krieger (2001) mentions that -between the 1950s and 
1960s- the linear and traditionalist style of Administration By Instructions (ABI) was replaced 
by a management style by objectives (ABO, Administration By Objectives), which according 
to Ziade (2011) were called Model A -industrial period, between 1800 and 1950- and Model B 
-post industrial period, from 1950-, respectively. Model A considered HR as a mere production 
factor and Model B emerged as a better alternative to the traditional human factor paradigm 
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• Work on motivational aspects. 
• Generate empathy and satisfaction on the work done. 
• Improve each collaborator’s performance and, ultimately, of the organization 
as a whole. 
 Under this Model, Krieger (2001) argues that employees contribute with their 
intelligence and creativity in pursuit of organizational development, participate in decision-
making and are responsible for their acts and omissions. The organization conceives them as a 
fundamental resource and works actively to enhance their learning, and their personal and 
professional development. Likewise and according to his studies, the author concludes that the 
organization that adopts the ABO style obtains greater achievements, as folows: 
• Generates an environment of fluid and effective communication. 
• Raises mutual understanding. 
• Improves planning. 
• Promotes innovation and learning. 
• Develops positive attitudes toward the PE system. 
 As a consequence, the author mentions that ABO gave the frame for PE systems’ 
development and –also- alternative tools to measure the organization HR’ talent in the 
following ways: 
• Creating development opportunities as promotions and internal rotation. 
• Directing efforts towards important matters and not over urgent ones. 
• Mitigating or eliminating obstacles through a prospective perspective. 
• Satisfying organizational objectives. 
 In additon, Chiavenato et al. (2007) complement that the ABO promotes a democratic 
and motivating performance management.  
 Finally and according to Werther (2014), PE represents a process by which an 
employee's overall performance is assessed. This process involves the utilization of formal, 
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Performance Evaluation Management (PEM): the interviews 
 Werther (2014) mentions that the interviews that are conducted during the PE process 
by objectives represent the stage where conflicts are developed or evidenced. For this reason, 
they must be developed taking into consideration the following characteristics: 
• Must be diagrammed and developed in an assigned space and time. It is 
suggested not to use the areas where the evaluated person carries out his daily 
activities. 
• Must be uninterrupted with calls, emails or visits, and developed on an agreed 
day and time, blocking the agenda for that activity. 
Performance Evaluation Managemen (PEM): the evaluator 
 Werther (2014) suggests that the evaluator’s role becomes fundamental and that the 
following factors should be considered to successfully develop this process: 
• Must know the evaluated individual as a person and –in addition- his/her role 
within the organization. 
• Must be trained in the utilization and application of the evaluation tool. 
• Must know the objectives pursued for the evaluated person and for the 
organization. 
 In addtion, the author says that an objective PE is independent of those who develop it. 
In other words and regardless of who executes them, its results should be the same since they 
should be based on quantitative data. In this way, the evaluator's personal considerations should 
not affect the final results. Finally, the author adverts that objective evaluations are not an easy 
task, giving to its planning a key role in order to reduce distortions. 
Performance Evaluation Management (PEM): the tool choice 
 The PE tool is crucial. Indeed, Wether (2014) mentions that there is not a perfect 
evaluation tool to measure the collaborators´ overall performance as each one offers advantages 
and disadvantages in its preparation and application. Moreover, Gibson (2003) considers that 
a technique functionality depends not only on the organizational characteristics in which it is 
intended to be implemented -organizational culture, informal relationships, and family 
structures- but also on the overall economic and social environment. However, he suggests that 
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 As already mentioned, Chiavenato et al. (2007) establish that the ABO technique has 
the advantage of dealing with performance objectives’ setting and the collaborator´s potential 
evaluation. As a consequence, they remark that it is better to evaluate future performance, 
which  implies -instead of focusing on what has happened, which is unalterable- to envision 
what will come, about which there is still a change and improvement possibility. That is why 
it takes past performance in order to chart the way to future performance and towards the 
collaborator’s development. For this reason, this technique has a more dynamic point of view 
in comparisson with others that focus on what has happened. Werther (2014) groups this 
technique into a “past” classification, which are not the object of study in this work. 
 Moreover and according to Werther (2014) and Chiavenato et al. (2007), normally the 
ABO has a defined cycle that can be biannual or annual. However, periodic reviews are usually 
performed in shorter pre-established terms where objectives are verified against with results, 
in order to adjust and/or redirect efforts if it is convenient. 
Performance Evaluation Management (PEM): the need to communicate effectively 
 As mentioned before, there are negotiation instances in which it is imperative that the 
evaluator and the person who is being evaluated use a correct vocabulary, given that an 
effective communication process -present in all the stages- makes the difference between the 
PE’s success or failure, and -in short- between a human resources’ conception as investment 
or expenditure. 
 Consequently, if the organization needs to carry out a PE process, it must have an 
effective communication system. In that sense, Gilli et. al (2013), mention that communication 
is one of the fundamental organizational pillars, not only allowing a group of people to think 
and see the reality but –also- giving them the opportunity to interact jointly and continuously. 
Other authors, such as Schmertz and Novak (1987) and Stanton (1989), mention that the 
effective communication process must be constantly improved, and is independent of the 
organizations’s size, product/service and location as long as the organization pretends to 
become professional and survive in a hostile environment. 
3. CASE ANALYSIS 
 The present case arises from the interviews held -between February and March, 2019- 
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 BAH was a pharmaceutical company, located in the northern area of the AMBA2. Its 
manufacturing plant -3000 m2- was recognized as its Head Quarters and -at the time of this 
review- had different commercial subsidiaries in the Middle East and Southeast Asia as key 
points in its commercial expansion strategy. 
 It was created by a group of friends and -due to a family transition derived from the 
absence of one of the founding partners and meager overall results- began, in 2015, an 
employee’s professionalization process. 
 At this time, an exhaustive and complete firm’s analysis was performed, understanding 
that the expertise gained in past crises did not ensure -per se- the success in the current one. 
Consequently, this special moment should be analyzed and carried out adequately, considering 
the prevailing circumstances that were being faced. 
Approaching the crisis 
 During the last 10 years, various factors impacted on the firm’s performance, leading 
to a very deep crisis. Knowing that the decisions that would be taken would mark the next 
years’ course, two dilemmas had to be resolved that would trigger ABO implementation to 
evaluate HR performance: 
a) Determined the way to continue: An evaluation was done in order to know if the current 
crisis responded to purely external and conjunctural issues, or -on the contrary- if it was 
a reply to internal and structural factors. What was clear was that a change was needed 
and that the current direction could not be maintained. So, they understood that a deep 
modification in the management and strategic planning processes was required. 
b) The financial situation: As this second bottleneck could be solved with different 
alternatives available to the firm, no focus is being made in the present study. 
 After this study, a series of critical variables –associated with the first point- were 
analyzed, as follows: 
External factors 
                                                 





Licensed under a Creative Commons Attribution 4.0 United States License 
 
373 
INDEPENDENT JOURNAL OF MANAGEMENT & PRODUCTION (IJM&P) 
http://www.ijmp.jor.br v. 11, n. 2, March-April 2020 
ISSN: 2236-269X 
DOI: 10.14807/ijmp.v11i2.1063 
 It was observed a loss of competitiveness due to an unfavorable macroeconomic 
context, including the depreciation of the local currency against other currencies and an 
annual inflation of +30/40%. Since 2013, sales were sustained, but with losses in 
profitability and a considerable increase in fixed costs. 
Internal factors 
• Lack of a strategic vision and consensus among shareholders. 
• Non existence of a clear commercial strategic planning to develop potential 
markets. 
• Lack of an investment policy to support subsidiaries and, in specific cases, the 
generation of new units. 
• Inexistence of a company R&D focus and –as a consecuence- absence of an 
adequate product portfolio. After more than 30 years in the market, BAH had 
only two products under commercialization. As a result, knowledge 
obsolescence was undermining future possibilities.  
• Absence of specific studies on current products’ utilization and benefits. 
• Productive dissociation between the following three áreas/factors: a) 
operations (raw materials, packaging, operative capacity and installed 
capacity), b) technology (obsolete machinery) and c) product formulas 
regulation.  
• Lack of qualified personnel in the organizational structure and high turnover 
rate. 
 In general terms, it could be observed that none of the factors alone represented a great 
obstacle for the company. However, their coexistence and permanence over time were 
deteriorating the firm’s economic and financial situation. In essence, the heavy financial burden 
resulting from meager results was an effect, and not the main cause. 
 It was concluded that there were two concrete reasons that led to a structural 
competitiveness’ lack, basically two internal and transversal factors to the entire operation, as 
follows: 
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• Inadequate HR assignment, as each position did not correspond to its profile 
and/or potential. 
 As a result, the decision was to evaluate all the organization’s members, understand 
their skills and aptitudes, and act accordingly with a specific training and development 
program. Among all of the possible available techniques, the company decided to start with 
ABO PE. 
Initial results 
 At the end of 2015 and having developed the first PE cycle, results did not generate a 
substantial organizational improvement. That was the reason why an HR consulting firm was 
hired, giving the following advise: 
• In the short term: It revealed shortcomings on the PE process and, 
specifically, on the ABO tool used as it was inadequately prepared and 
adapted to the company needs. Six basic mistakes were pointed out:  
1) Organization: Organizational objectives and a formal strategic planning cycle 
were rquested. Also, all family members were made independent from the 
organizational structure, giving priority to the needed profile for each position 
over the informal relationships. 
2) Objectives: They were determined in isolation by the employees and dissociated 
from the organizational horizon. 
3) Job Descriptions (JD): Collaborators were discouraged to write their own JD if 
there were no instances of subsequent adequate reviews. 
4) Performance evaluations: Each person’s objectives were subordinated to his/her 
personal and work characteristics. In this way, the organization was forced to 
redefine the evaluated competences for each individual. The final purpose of 
this process was connected to providing objectivity and a value added to every 
member and to the organization as a whole. 
5) Communication: It was realized that the communication was slow, encouraging 
rumors and generating false expectations in its members. 
6) Feedback and adjustments: It was important to understand the tool that was 
being used. For the person that was being evaluated, it was necessary to 
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company, and for the evaluator it was required to capitalize the knowledge 
acquired to the firm’s benefit. As a consequence, the organization approached 
each individual’s actual and future position in a collaborative and participatory 
framework of training and planned development. 
• In the long term: It was suggested to solve the prior six issues, improve and 
adapt the ABO tool, and leverage the integral HR management area, 
establishing not only profiles and training needs, but –also- skills adequacy to 
each position. The final objective was to assure the whole HR process from 
selection, training, promotion and retainment, to final dismissal of an 
employee. 
 As a conclusion of this section, until 2015 BAH did not have an HR management 
process that would encourage professionalization and objectively evaluated employees’ 
performance. A crisis -with financial problems associated- forced management to go deep on 
every key process, determining that it was necessary to focus on improving employee’s 
professionalization. Talent  was seen as a transversal factor across firm’s operation which could 
sustain its competitiveness. As a result, it was decided ABO utilization as a performance 
management tool, and -in order to achieve its purpose- PE required to be evaluated, planned 
and adapted to the company’s requirements; specifically, to the organizational culture, informal 
relationships, strategy and communications. 
4. INTERVIEWS WITH SPECIALISTS 
 This section collects, through face-to-face interviews, the experience of three different 
professionals specialized in Argentinean SME. All of them had management responsibilitities, 
and -out of the interviews- it was possible to summarized the following topics:.  
• Professionalization was a critical variable and a need in these firms. 
• Talent quality was connected with the SME location. Also, talent conditioned 
the evaluation tool choice and design. 
• Internal and/or external factors influenced the implementation of employee’s 
PE.  
• In most manufacturing firms: 
o Managers lacked of strategic vision, concentrating knowledge as a 
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o It was seen a weak organizational culture, and a non collaborative and 
participative climate.  
o The HR area was missing. 
• In other industrial sectors and mainly because of high competence: 
o There was a professionalization need, but work was based on 
command-delegation. 
o It was seen a stronger culture, focused on better salaries and benefits 
to increase employees’ loyalty.  
o The HR area was a must. 
• Other SME could not grow as there were differences in power and knowledge 
concentration, depending –also- on where the company was located to find 
the right talent and on many managers´ longevity. HR areas, if they exist, were 
more focused on documentation and salary payment than on talent acquisition 
and growth.  
5. CONCLUSION 
 The theoretical framework agrees with the interviewed executives on the economic and 
social relevance of SME in Argentina, mentioning that their effect was even more pronounced 
when these firms were located outside the AMBA area, the industrial sector in which they 
compete and/or the higher competence they faced in their markets. As a result, a focus on 
internal/external needs becomes imperative in order to raise higher professionalization and 
performance levels, sustaining their competitiveness. 
 Different authors explain that professionalization –approached as a learning process- 
becomes a must for these firms, independently of the industrial sector in which they compete. 
It can be accomplished working on employee’s skills, knowledge and attitudes, and providing 
them with adequate tools –creativity management, leadership and communication skills,  for 
instance- to enhance their competences and boost their performance.  
 In fact, the interviewes revealed that attitudinal competences and –specifically- 
interpersonal relations were mostly not found in SME, while the opposite happened with 
technical knowledge. In their point of view, professionalization was seen as a critical variable 
for these firms, begining as a reactive effect after lean economic and financial results, absence 





Licensed under a Creative Commons Attribution 4.0 United States License 
 
377 
INDEPENDENT JOURNAL OF MANAGEMENT & PRODUCTION (IJM&P) 
http://www.ijmp.jor.br v. 11, n. 2, March-April 2020 
ISSN: 2236-269X 
DOI: 10.14807/ijmp.v11i2.1063 
which they understood that the only way to cope with the crisis they were facing was to 
professionalize their organizational structure, as talent was seen as a transversal factor to the 
whole firm. 
 In addition, the strategic planning importance and a focus on intangible assets –
suggested by different authors- was not consistent with what was collected in the field work: 
there was a planning and HR management absence in mostly all SME, and an operatonal short-
term approach. In addition and taking into consideration that some authors remarked that talent 
should not be considered as a cost but as a fundamental asset to drive higer performance levels, 
mostly in these firms training and development needs were valued as an expense and not as an 
investment. 
 In accordance with the theorethical framework, SME should improve resources 
management and –specifically- HR in order to boost profesionalization. That is why ABO 
could be understood as a simple tool in order to enhance collaborator’s motivation, empathy, 
satisfaction and performance. In contrast, the field work disclosed that SME’s internal and 
external factors conditioned PE tools’ implementation, making it impossible –in many cases- 
to obtain the desired results. The BAH case showed that -with its inconveniences and 
adaptations- a PE tool -based on ABO- is applicable in SME, impacting on the organizational 
culture, human relationships, leadership, strategy and communications. 
 As a conclusion of this work, higher levels of professionalization can be achieved using 
a PE tool based on ABO. However, the organizational preparation and adaptation process for 
its correct implementation exceeds -in most cases- many manager’s knowledge. As a 
consequence, professionalization becomes a huge SME challenge, implying talent management 
and competencies improvement. To focus this “moon shot”, owners and executives must focus 
on deep cultural aspects that  impede their implementation.  
 As a result of this study, the hipothesis  was corroborated and the objective verified. 
 The future of business and work depends -to a large extent- on SME and their evolution 
over time. The recipes of the past no longer apply in hostile and volatile competitive contexts 
like the current ones; competitiveness only includes visions of the future, and collaborative 
work of a series of people with the greatest possible talent, whose personal and work 
relationships confer an organizational identity.  
 As a result, difficult and novel decisions that must be executed within SME open new 
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 The aim of this investigation is to contribute to the development of a kind of company 
that is needed for the future sustainability of our society and the planet as a whole. 
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